This article describes the evaluation of a psychological intervention-the Career Self
and 98 from CSMSB (experimental group, n = 62; control group, n = 36) were assessed by the Career Exploration Survey according to a pretest and posttest plan. Results demonstrate a significant increase in most of the cognitive, behavioral, and affective career exploration dimensions among the CSMSA and CSMSB experimental groups.
We live in a world of permanent change in educational, professional and social spheres affecting people's trajectories (Gabinete de Planeamento, Estratégia, Avaliação e Relações Internacionais, 2008; Observatório da Ciência e do Ensino Superior, 2004) . In fact, careers are no longer stable and predictable (Arnold, 1997) , and they demand adaptable skills. Therefore, recent vocational literature has highlighted the importance of developing and assessing comprehensive career selfmanagement programs in order to promote career skills in people, regardless of the person's academic or professional qualifications, and with an intentional and regular evaluation strategy (Brown & Lent, 2005) .
According to Greenhaus and Callanan (1994) , career management is a continuous and dynamic process consisting of selfexploration and development, academic and professional exploration, goal setting, development and implementation of career strategies, and obtaining feedback in order to solve career problems and make career decisions. Noe (1996) described career manage ment as a tridimensional process based on career exploration, career goal setting, and the implementation of interpersonal and intrapersonal strategies. More recently, King (2000 King ( , 2001 King ( , 2004 ) presented a career self-management cycle in organizations that comprises behaviors, causes and effects, such as identifying gatekeepers and selecting, implementing, and evaluating career strategies.
Career development seminars, thus, are appropriate for acquiring, training of, and improvement of career management skills, including career self-efficacy beliefs, selfexploration and development, knowledge of academic and professional opportunities, and career plans and decision making (Halasz & Kempton, 2000; Lent & Brown, 2013; Kenny, Blustein, Haase, Jackson, & Perry, 2006; Taveira, 2009) .
Considering the substantial number of career intervention models for different popu lations, a basic concern that must be addressed is if all types of interventions are International Research equally effective. Despite its importance, few psychologists evaluate their interventions (Schmidt, 1996) . Previous research has addressed this question and found that a lack of an understanding of the relationship between research and practice (Paisley & Hayes, 1997) , a lack of knowledge about suitable research techniques (Lewis, 1983; Paisley & Hayes, 1997) , time constraints, concerns about possible negative results (Lewis, 1983; Lombana, 1985) , and the belief that it is not always necessary to systematically evaluate the efficacy of interventions are the main reasons why professional do not invest in this scientific activity. According to Patton (1997) , career intervention evaluation must be an intentional and systematic collection of information in order to make accurate judgments about counselling, to improve its efficacy, and to make changes for future interventions. It must include an assessment of the process and results according to the clients' perspective (Gerstein & Amos, 1986) .
Meta-analytic studies concerning career intervention have proven its efficacy, related to satisfaction, assurance in career choices, and vocational maturity, of about 62% in intervention groups compared to a control group (Brown & Krane, 2000) . Among college students, career seminars seem to be one of the most acceptable strategies used to promote vocational identity, to define realistic life goals, and to develop strategies and skills that will impact their academic and professional domains (Luzzo, 2000) , especially if designed to address the characteristics and needs of specific population groups (e.g., Kivlighan, Coleman, & Anderson, 2000) .
The ability to effectively manage a career is one of the most valued capabilities in today's professional world. Nevertheless, research on career management intervention is still scarce (Pinto, 2010) . Therefore, this study aimed to evaluate the effectiveness of the Career Self-Management Seminar (CSMS, version A for undergraduates and Version B for postgraduates; Taveira et al., 2007) developed by psychologists to help students in career exploration, goal setting, career plans, career problem solving, and decision making (Pinto, 2010; Taveira, 2009 ).
METHOD
Participants were 218 college students, from both sexes (men, n = 89, 40.8%; women, n = 129, 59.2%), mostly Caucasian, with ages ranging from 18 to 49 years old (M = 25.42, SD = 5.90). A total of 120 participants attended the CSMS-A (experimental group, n = 58; control group, n = 62), and 98 attended the CSMS-B (experimental group, n = 62; control group, n = 36). This study used a quasiexperimental design with nonrandom experimental and control groups, given that the sample included career counseling clients who had voluntarily enrolled in a university counseling center during the previous three academic years to satisfy self-perceived career management intervention needs. Differences between groups were controlled using a pretest score as a baseline and a post-test score at the end of the intervention. Participants were informed about the goals of the study, and confidentiality was assured.
For assessment purposes, the CSMS-A and B used the Portuguese version of the Career Exploration Survey (CES; Stumpf, Colarelli, & Hartman, 1983 ; adapted by Taveira, 1997) . This self-administered survey has 53 items with a Likert-type response format and one with an open format. The items are organized into three major components: (a) five career beliefs comprising: (i) employment outlook, (ii) certainty of exploration outcomes, (iii) exter nal search instrumentality, (iv) internal search instrumentality, and (v) importance of preferred position; (b) four career behaviors (Taveira & Moreno, 2003) and for adult university and nonuniversity students (Silva & Taveira, 2010, p. 211) . This survey was used considering that both seminars intended to encourage participants to develop an active role in career exploration in order to effectively solve their career difficulties. In this sense, CSMS-A and B enabled participants to: (a) analyze and reflect about their personal, academic, professional, social, and leisure history; (b) encourage self-appreciation through consciousness about personal values, interests, and skills learned in different life contexts; (c) foster the recognition of social support networks and the influences they exert in individual career decisions; and (d) support the search and questioning of information on education, training, and professional opportunities and of its application in everyday life. CSMS-A is aimed at all students in the intermediate years of the 1st and 2nd Bologna cycles and comprises a total of nine weekly sessions of 120 minutes each in groups of eight to 10 participants. CSMS-B is for all students in the intermediate years of the 3rd Bologna cycle and consists of six weekly sessions of 120 minutes each, performed in groups of four to seven participants. Table 1 , for CSMS-A, experimental group differences between post-and pretests were statistically significant for the following subscales: Employment Outlook, t = 7.09, p = .000; Certainty of Exploration Outcomes, t = 3.66, p = .001; Self-Exploration, t = 3.73, p = .000; Environment Exploration, t = 9.63, p = .000; Amount of Acquired Information, t = 6.07, p = .000; Satisfaction with Information, t = 6.81, p = .000; and Decision Stress, t = -2.10, p = .041. Control group differences were statistically significant for the following subscales: Employment Outlook, t = 2.52, p = .014; Self-Exploration, t = 2.22, p = .030; Environment Exploration, t = 3.46, p = .001; and Exploration Stress, t = 3.04, p = .004.
RESULTS

As indicated in
For the experimental group for CSMS-B, differences were statistically significant for the following subscales: Employment Outlook, t = 4.04, p = .000; Certainty of Exploration Outcomes, t = 4.09, p = .000; Internal Search Instrumentality, t = 9.14, p = .000; Self-Exploration, t = 5.18, p = .000; Environment Exploration, t = 3.95, p = .000; Amount of Acquired Information, t = 3.05, p = .030; Satisfaction with Information, t = 2.99, p = .004; and Exploration Stress, t = 4.70, p = .000. The control group attained statistically significant differences between post-and pretests for the Internal Search Instrumentality subscale, t = 2.88, p = .007.
For both seminars, the mean difference analysis between experimental and control groups at pretest revealed statistically significant differences for the Amount of Acquired Information in favor of the control group in the CSMS-A, t = 2.36, p = .020, and in favor of the experimental group in the CSMS-B, t = 3.79, p = .000. The mean difference analysis between experimental and control groups at posttest, with the results of the pretest moment as covariation variable, revealed statistically significant differences for all of the career exploration subscales, with higher mean values in the experimental group, except for Importance of Preferred Position, Intended-Systematic Exploration, and Exploration Stress in the CSMS-A and Importance of Preferred Position, IntendedSystematic Exploration and Amount of Acquired Information in the CSMS-B.
DISCUSSION AND CONCLUSION
The results suggest that both career selfmanagement seminars are effective at promoting gains in the cognitive, behavioral, and affective dimensions of career exploration. In fact, after attending the seminar, those in the experimental groups showed a higher degree of belief about the possibility of achieving a desired position in the labor market. They also increased the strength of their beliefs on the instrumental value of career exploration and showed higher information satisfaction. Stumpf and colleagues (1983) among others (e.g., Langer, 1975; Taveira, 1997) have demonstrated that these types of beliefs are related to the activation and quality of the exploration process. These results also reflect what could be theoretically expected (e.g., Barak, Carney, & Archibald, 1975; Stumpf et al., 1983; Taveira, 2000) , indicating that career exploration incites emotional reactions (in this case, satisfaction) when the information is provided in ways that are adequate for the clients' characteristics and the needs of vocational intervention. Moreover, considering that reactions to career exploration are related to future beliefs and behaviors, one can expect that participants in the CSMS can become more confident and involved in future career exploration processes.
This study helps to demonstrate the applicability and usefulness of career selfmanagement in educational, training, and development contexts. Hitherto, there has been a strong association between career management and organizational contexts (e.g., King, 2000; Noe, 1996) , making it imperative to analyze the training and usefulness of career management strategies in early stages and in school environments, such as higher education (e.g., Lau & Pang, 2000; Rodríguez-Moreno, 2005) . Therefore, the development of intervention programs with a primary focus on this issue should be considered as a necessary investment (Nyquist & Wulff, 2000) , encouraging the development of career promotion strategies and methods that allow every person to increase his or her control and responsibility about career management.
Correspondence concerning this article should be sent to Maria do Céu Taveira, Psychology Research Centre, Campus of Gualtar, University of Minho, Portugal; ceuta@psi.uminho.pt 
